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Recent studies by organizations such as UNESCO (2002) a n d  the 
Association o f  Commonwealth Universities (2004) continue to 
highlight heavy female underrepresentation at the Senior 
Management sta ff levels in Commonwealth Universities. The 
situation at the National University o f  Lesotho is no different. The 
responsible obstacles or hurdles that militate against women 
attaining senior management positions within Universities include 
discriminatory appointment and promotions practices, cultural 
stereotyping, alienation from the male culture, absence o f adequate 
policies and legislation to ensure participation o f  women an d  the 
propagation o f  glass ceiling syndrome which privileges covert 
criteria fo r  advancement. This concept paper argues that 
management is a gendered process and that men and women have 
different management styles which are to be seen and exploited as 
complementary in order to ensure quality management o f higher 
education institutions. Whereas as established by N tim o-M akara  
(1985) and corroborated cross culturally by Ozga (ed) (1993) and 
Van der Westhuizen (ed) (1991) male managers will often settle for 
hardcore managerial and leadership criteria o f  conducting  
everything strictly by bureaucratic rules, female managers tend to 
favour more facilitative and participatory approaches. They prefer 
more social, consultative, interpersonal and less hierarchical modes 
o f  management. For them, Transformational leadership style is 
critical. Institutions o f  higher education, therefore, need to adopt 
gender sensitive approaches to guarantee quality management.
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1.0 Introduction
Higher education  in Leso tho  is b roadly  defined  to include both 
University and tertiary  level education. In o ther  w ords, it covers  all 
post-high school educa tion  w hose  m in im um  con tinuous  duration  is 
at least tw o  academ ic  years. T he  h igher education  sub-sec tor  
consists o f  the N ational U niversity  o f  Lesotho; Leso tho  C ollege  o f  
Education (L C E ); L eso tho  Agricultural C o llege  (L A C ); National 
Health T ra in ing  C en tre  (N H T C ); Lesotho Poly technic  (LP); C entre  
for A ccoun ting  S tudies  (CA S); Lesotho Institute for Public 
Administration (L1PAM ) and M achabeng  College. (N tim o-M akara  
and M akara  2002). So, for a popula tion  o f  ju s t  over  2.2 million 
people, L eso tho  has one university. It is the m an ag em en t  o f  the 
university that is the m ain  focus o f  this paper.
The purpose  o f  the paper is to provoke  critical thoughts, 
reflections and d iscuss ions  that focus on m anag ing  h igher education 
institutions and how  adopting gender sensitive approaches  to 
management can help them  survive the cha llenges w hich would  
otherwise put them  at peril. For educational institutions to survive, 
it becomes im portan t that they use all the hum an  resources  they 
have as indeed people  are the m ost basic resource  o f  any 
organization. Specifically , the institutions should  have regard for 
the fact or reality  that people  (i.e. m en  and w o m en  alike) have 
different com petenc ies ,  skills and talents, w hich  can benefit 
institutional g row th  i f  appropria te ly  exploited  and utilized by the 
institution’s leadership. This is a conceptual paper, w hich  has 
essentially been in form ed by som e qualita tive data  obta ined  through  
unstructured in terv iew s with  som e m em bers  o f  the top m anagem en t 
within the N U L , academ ic  and non-academ ic  staff, s tudents  and 
appropriate M in is try  o f  Education and Tra in ing  (M O E T ) officers 
dealing w ith  tert ia ry  education issues. A dditional qualita tive 
information w as ob ta ined  through review  o f  related literature.
Another critical source  o f  inform ation has been the a u th o r 's  
personal experiences  ga ined  from invo lvem ent as a p rac titioner in 
the sub-sector for a period spanning  over thirty years and her active 
participation as a m em b er  o f  local and regional com m ittees  and task 
forces on h igher  education.
The paper is o rgan ized  such that the background  sets the context. 
The second section discusses  the s ignificance o f  gender 
considerations in the m an ag em en t  o f  institutions of higher
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education. T h e  third part gives b r ie f  exp lana tion  o f  the concepts 
that are regarded  as critical to the d iscussion. T hen  fo llow s the 
section  w hich  focuses  on gender and its im portance  to organizations 
in general and educa tiona l institutions in particular. T h e  paper 
g ives  a b r ie f  p ic ture  o f  the level o f  gender  par t ic ipa tion  in the 
m an ag em en t  o f  N U L  as a h igher education  institution. T h e  section 
is re inforced  by citing som e recent experiences  tha t highlight 
p ro b lem s  that so m etim es  result from gender  b lind  m anagem ent 
practices. T h e  paper  conc ludes  with a position  sh o w in g  how 
positive  quality  invo lvem ent o f  w om en  in the top  m an ag em en t  of  
N U L  could  help  enhance  the insti tu tion’s m anageria l  perform ance.
Finally , conc lus ion  reiterates the sign if icance  o f  gender 
sensitiv ity  in the  m an ag em en t  o f  educational insti tu tions both in 
te rm s o f  levels and quality  o f  gender partic ipation and approaches. 
S uggestions  have  also been m ade regard ing  how  institu tions can 
respond  to the challenge .
1.1 Background
T h e  p re se n te r ’s interest in this area can be traced back  to  her earlier 
study  (N tim o -M ak ara  1985) conducted  in Lesotho. Its main 
ob jec tive  w as  to establish the situational, institu tional and 
d ispositional factors at play in de te rm in ing  the  pattern  o f  Basotho 
w o m e n ’s a ssum ption  or o therw ise  o f  m an ag em en t  pos i t ions  mainly 
w ith in  the  form al em p lo y m en t  sector. T he  issue w as  be ing  raised 
aga ins t  a backd rop  o f  a s ituation in w hich, on the w hole ,  w om en  in 
L eso tho  consti tu ted  the  m ajority  o f  em p lo y ees  w ith in  the  public  and 
private  sectors, inc lusive  o f  h igher educa tion  institutions. Yet, their 
rep resen ta tion  in the m anageria l  positions  w as com paratively  
m in im al i f  not non-ex is ten t  in som e cases. K im ane , N tim o-M akara  
and M a p e t la ’s (1992) s tudy  sought to establish  the  ex ten t  to which 
“ gender  p lan n in g ” b ecam e  part and parcel o f  p lann ing  and practice 
in the civil service. It had been noted then that desp ite  female 
e m p lo y e e s ’ n um erica l  superiority  coupled  w ith  the fact that on the 
w h o le  they  w ere  longer schooled  and better qualif ied  than their 
m ale  coun terpar ts ,  (N tim o -M ak ara  1985), they  w ere  consp icuous  by 
the ir  “ a b se n c e ”/ ” invis ib il i ty” in the dec is io n -m ak in g  levels of 
m a n a g e m e n t  w ith in  the civil service. O v e r  the  years, s ince its 
found ing  in 1945, the U niversity  o f  L eso tho  has boasted  almost 
100%  m a le  adm in is tra to rs  at the  top. This has been a recurring
trend to  da te  inspite o f  the fact that there have been capable  w om en  
with a positive  leadership and m anageria l potential w hose  talent 
could have  been tapped and utilized for the en h ancem en t o f  the 
m an ag em en t  pe rfo rm ance  o f  the institution. But so m eh o w  they 
have rem ained  sidelined.
T h e  find ings o f  studies by N t im o -M ak ara  (1985), 
U N E S C O /C o m m o n w e a l th  Secretariat (1993) and Singh (2002) 
co m m iss ioned  by U N E S C O  have all h ighlighted  the gender 
im balance  in the m anagem en t o f  institutions o f  h igher education . 
S ubsequen t  updates  including the A C U  (2004) report specifically  
featuring an update  on gender  equity  in C o m m o n w ea l th  universities  
w hich  fo rm ed  part o f  the C o m m o n w ea l th  H igher  Education 
M an ag em en t  Service (C H E M S )  confirm ed that, in 2000, w om en  
were still heavily  underrepresen ted  at the sen ior s ta f f  levels. T he 
update further show ed  that in the C om m o n w ea l th  universities , only  
9%  o f  the execu tive  heads w ere  w om en .
1.2 Why the Gender Argument for Institutions of Higher 
Education?
It has been  estab lished  that a very  close linkage exis ts  betw een 
gender equa li ty  and susta inable  hum an  deve lopm ent.  Th is  point 
was s trongly  reiterated by the United N a tions  D eve lopm en t 
P rog ram m e (U N D P ) H um an  D evelopm ent Reports  th rough  1995- 
1997. T he  princ iple  o f  equality  be tw een  w o m en  and m en in both 
private and public  life has constitu ted  a m ajo r  critical a rea o f  
concern for quite  a n um ber o f  national and international fora since 
the 1975-1985 United  N ations  (U N ) decade  o f  W om en . E xam ples  
o f  such fora  include the 1994 Cairo  International C onfe rence  on 
Population  and D evelopm ent;  1995 C openhagen  W orld  S u m m it  on 
Social D ev e lo p m en t  and the 1995 Beijing  Fourth W orld  C onference  
on W om en. In recent years, the Southern  A frican D eve lopm en t 
C o m m u n ity  (S A D C ) region has even gone as far as deve lop ing  the 
SA D C  G e n d e r  M on ito r  currently  in use to m onito r  gender 
p rom otion  w ith in  the region.
It is fu rther im portan t to note that Lesotho is s ignatory  to all 
United N a t io n s  D ec la ra tions  on hum an  rights inclusive o f  the 
C onven tion  on E lim ina tion  o f  All Form s o f  D iscrim ina tion  A gainst 
W om en (C E D A W ) and has actually  ratified them . H ow ever,  
im plem enta tion  still rem ains a p roblem . K im ane, N tim o -M ak ara
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and M olise  (1999 :9 )  have argued  that perhaps L e so th o ’s essentially 
patrilineal socie ty  basically  m akes  gender  inequalities  inevitable 
and en trenches  gender  inequality. C onsequen tly ,  both w om en  and 
m en, boys and girls have  internalized the b e l ie f  and accepted  that 
m en are natu ra lly  better  endow ed  to lead, rule and take good 
political and  adm in is tra t ive  dec is ions because  they  kn o w  what is 
best for eve rybody . It is true that, for m ost o f  us, those  a ttitudes are 
so deep-roo ted  that the level o f  concern  for gender  issues and 
sensitiv ity  to  d isparit ies  is very low as es tab lished  by Otti and 
M o te b a n g 's  s tudy  (1997). T he  en tit lem ent o f  every  M osotho  to 
fundam enta l hum an  rights and freedom s is enshrined  in the 
C onsti tu t ion  o f  L eso tho  (C hap ter  II). A gain , in the Sixth National 
D ev e lo p m en t  Plan, the govern m en t  did ack n o w led g e  the need to 
address  gen d er  d isparit ies  in Lesotho and advoca ted  for the 
e m p o w e rm e n t  o f  all people  in the design and im plem enta tion  of 
m a jo r  dec is ions  that have  an impact on their  lives. In 2003, the 
G o v e rn m en t  o f  L eso tho  approved  the G en d e r  and Development 
Policy  w hich  is in tended  to be a basis for c rea ting  an environment 
for gender  equ ity  and equality .
Institu tions o f  h igher  educa tion  are no less affec ted  by the gender 
issues raised in the gender  debate  w hich is ga in ing  m o m en tu m  with 
every  pass ing  day. H ence  the need to  con tinue  h igh ligh ting  the 
p rob lem  w ith  a v iew  to facilitating action  that w ou ld  help  redress 
the  situation.
2.0 Introducing The Critical Concepts
T h e  re levant critical concep ts  in this paper include education, 
g en d er  and m an ag em en t .  T he  focus is specif ica lly  on educational 
m anagem en t.
(a) E duca tion : is genera lly  defined  as a life long p rocess  during 
w h ich  know ledge ,  a tt i tudes and values  are learnt. Giddens 
(2001 :688)  def ines  it as the transm iss ion  o f  k n o w led g e  from one 
genera t ion  to  ano the r  by  m eans  o f  direct instruction as is the case 
w ith  both  form al and non-fo rm al education, and in fo rm ally  through 
general exposure .
In schoo ls  inc lud ing  insti tu tions o f  h igher  education , teachers  do not 
o n ly  have  to  deal w ith  a w ho le  range o f  learners and their 
d if fe rences  o f  ability , behaviour,  social and re lig ious backgrounds
but also w ith  the p reconceptions and m isconcep tions  both on their 
part and on the part o f  s tudents, based on gender biases. In the 
same m anner ,  un iversities  and tertiary institutions as educational 
institutions con tinue  to be agents  o f  socialization. T h ey  are a m eans 
whereby cu ltu re  including the notion o f  appropria te  gender roles is 
transmitted (L e m m e r  1993). Thus, differential gender-ro le  
socialization for boys and girls occurs  largely through  the processes 
of formal schoo ling  and the effects th e re o f  are best d iscerned  in 
unequal educa tiona l  ou tcom es such as the d ifferent patterns o f  
achievements; aspiration  and self-evaluation show n by m ales  and 
females.
(b) M anagem en t:
kreitner (1998 :5 )  defines m anagem en t as the process  o f  w ork ing  
with and th rough  others to ach ieve  organizational ob jec tives  in a 
changing env ironm en t.  M anagem en t is a social process. Critical to 
this process  is the  ba lancing  o f  tw o central e lem ents  nam ely  
effectiveness and effic iency. Effec tiveness  has to do with ach iev ing  
stated organ iza tiona l objec tives  w hile  eff ic iency is about balancing 
the am oun t o f  resources  used to ach ieve  an objec tive  against w hat 
was ac tua lly  achieved. A s a process, m an ag em en t  denotes  a 
systematic w ay  o f  do ing  things. T he  m ajor  m an ag em en t  functions 
in any o rgan iza tion  include planning, o rganizing, leading and 
controlling the w ork  o f  o rg an iza t io n 's  m em bers .  In education , we 
talk o f  educa tiona l  m an ag em en t  w hich  Van der W esthuizen  (ed) 
(1991:55) descr ibes  as a specific  type o f  w ork  in education  which 
comprises those  regula tive  tasks  or actions executed  by a person or 
body in a position  o f  authority  in a specific  field or area o f  
regulation, so as to a llow  form ative education to take place. W ithin 
educational se ttings m an ag em en t  m anifests  itse lf  on all levels o f  the 
education h ie ra rchy  inside the c lassroom  and outside.
Kreitner (1998 :9 )  raises the issue o f  the “chang ing  e n v iro n m en t” . 
In order for an o rgan ization  to cope with the chang ing  env ironm ent,  
the m anager  m ust  be able to antic ipate  and adjust to the chang ing  
circumstances. C hange  m ust be anticipated, sought and channeled  
for the benefit  o f  the  o rganization  and its m em bers .  It is, therefore, 
proper to see m an ag em en t  as a contextual process. T he  contex t 
consists o f  the  soc io -econom ic , cultural, political and religious 
factors am o n g  others. A s  Kreitner  (1998:10) argues, as we get into 
the twenty-firs t  cen tu ry  the  pow er base  for m anagers  should  m ove
Gender and the Management o f Higher Educat ion 175
176 ROSAS Vol. 5 No. 1 and 2
a w ay  from formal au thority  rew ards and p u n ish m en t  towards 
k n o w led g e  re la tionsh ips  and rewards. A lso  the  m an ag e r ’s 
adm in is tra t ive  role should  not ju s t  be perceived as that o f  a boss, 
superio r  and leader but m oving  tow ards  team  m em ber,  facilitator, 
teacher, sponsor, advoca te  and coach. For p rom otion  of 
in terpersonal dealings,  there m ust be a defin ite  m o v e  from 
com pe ti t ion  and w in -  lose s ituations tow ards  coopera tion  to 
facilitate  m ore  o f  w in -w in  situations. Such an env iro n m en t  is 
healthy  enough  to guaran tee  quality  provision o f  serv ices  by the 
o rgan ization .
(c) G en d e r
In L eso tho  ex p er ien ce  has show n  that it is w rong  to a ssu m e  that the 
concep t “ g en d e r” is fairly well understood  and app rec ia ted  for what 
it is even  a m o n g  the professionals . W ood  (1997)  r igh tfu lly  argues 
that w e  are all gendered  beings. She further posits  that gender is 
som eth in g  ind iv iduals  learn yet because  it is construc ted  by 
cultures, it is m ore  than an individual quality. It is a w h o le  system 
o f  social m ean ings  that specify  w hat is assoc ia ted  w ith  m en and 
w o m e n  in a g iven  socie ty  at a particu lar  time. Thus , g en d er  refers 
to  cu ltu ra l ly  defined  and socially  construc ted  re la tions between 
w o m e n  and m en. A cco rd in g  to G iddens  (2003), gen d er  means 
social ex pec ta t ions  abou t behav iour  regarded  as app rop ria te  for the 
m e m b e rs  o f  each sex. It is about the socially  fo rm ed  traits of 
m ascu lin i ty  and fem ininity . It also covers  the psychological 
d if fe rences  be tw een  m en  and w om en .
T h e  ques t ions  o f  attitudes, roles and values that socie ty  assigns to 
either  m en  o r w o m en  w ith in  the con tex t  o f  the preva iling  socio­
cultural,  eco n o m ic ,  political and re lig ious se ttings o f  a g iven  society 
are covered  by  the defin it ion  o f  this concept. T h e  social 
construc tions ,  in turn  de te rm ine  the p o w er  re la tions  be tw een  men 
and w o m en . It is s ign if ican t to note  that these  re la tionsh ips  are 
h igh ly  variab le  across  cu ltu res  and are con tinua lly  sub jec t to change 
in response  to  the ever  chang ing  eco n o m ic  and  o ther  social 
c i rcum stances .  T h e  unders tand ings  o f  gender  and gen d er  roles are 
related b road ly  to issues o f  p ow er  and position  in society. For 
instance, w ith in  the  con tex t  o f  a patriarchal socie ty  such  as Lesotho, 
p o w er  re la tions  be tw een  m en and w om en  are underl ined  by the 
socio -cu ltu ra l and insti tu tionalized subord ina tion  o f  women. 
M o s e r ’s (1989)  ana lys is  o f  issues surround ing  the “ W o m e n ’s Triple
Role” raises the question  o f  gender  needs. W hereas  practical 
gender needs  facilitate for perfo rm ance  o f  gender  roles w ithout 
necessarily a ttem pting  to challenge  or change  them , stra tegic  gender 
needs arise ou t o f  the analysis  o f  m e n ’s /w o m e n ’s social positions. 
They are “ co n tex t  specif ic” and reflect a cha llenge  to the prescribed 
roles and exc lus ion  therefrom . For exam ple ,  the curren t rev iew  o f  
existing d isab ling  laws and regulations by the Leso tho  Law Reform  
Com m ission  is an attem pt at m eeting  stra tegic  gender  needs.
G ender  re la tions are not static. Thus, as c ircum stances  change, 
gender con trac ts  keep getting negotia ted  and renegotia ted  at both 
individual and g roup  levels as people  s truggle  to adapt, cope  and 
survive. O zg a  (ed) (1993) thus argues that gender  is im m ense ly  
important even  in the selection o f  the style o f  m an ag em en t  and in 
shaping rela tions w ith in  organizations.
3.0 Gender In Organizations
Giddens (2001 :359)  points out that som e tw o decades  ago, 
organizational s tudies did not devote  very m uch  a ttention to the 
question o f  gender. Literature  on organiza tional theory  will point to 
the fact that W e b e r ’s theory  which  tended to have a great im pact on 
a num ber  o f  o rganiza tional theorists  had p resum ed  a m odel o f  
organizations that placed m en squarely  at the centre.
The fem in is t  scholarsh ip  in the 1970s led to the  exam ina tion  o f  
gender re la tions  in all the m ain  institutions in the society  including 
bureaucratic o rganizations.  T he  focus o f  the a rgum en ts  w as not 
only on the im balance  o f  gender  roles w ith in  organ iza tions ,  but they 
also exp lo red  the w ays in w hich  m odern  organ iza tions  them selves  
had deve loped  in a specifically  gendered  way. It is s ignificant to 
note that occupa tiona l  gender  segregation is one  o f  the m ajor 
characteristics o f  bureaucrac ies  w hereby  fem ale entran ts  w ould  be 
found in grea t num bers  in categories  o f  occupa tions  w hich  are low- 
paying and involve routine work. A bove  all, opportun ities  for 
women to be p rom oted  are very  limited. T hus  it w ould  seem  that 
overtime both  m en  and w om en  have either accep ted  or learnt to live 
with the idea tha t a bureaucratic  career  w as in fact a m ale career  in 
which w o m en  p layed crucial supporting  roles as clerks, secretaries 
and office m anagers  w hile  m en concentra ted  on advanc ing  their  
careers (G iddens ,  2001 :359) .  Looking  at the dom estic  sphere  one 
sees a m ore  or  less s im ilar  situation w here  often husbands  advance
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their  careers  at the ex pense  o f  their  w ives career  d ev e lo p m en t  as the 
latter p rov ide  support.  G iddens  (2001) co n c ludes  that modern 
organ iza t ions  deve loped  as m ale-dom ina ted  preserves  in which 
w o m en  w ere  exc luded  from power; denied  opportun it ie s  for career 
ad v an cem en t  and v ic tim ized  through sexual ha rassm en t and 
d isc r im ina tion . So, in essence, w ith in  o rgan iza t ions  there  are 
m ech an ism s  that are de libera te ly  put in p lace to ac tua lly  exclude 
certain  types o r  ca tegories  o f  em ployees.  Thus, individual males 
and fem ales  b eco m e  cut o f f  from full in v o lvem en t in the 
o rg a n iz a t io n 's  activ it ies  or p rogram m es. T h is  social exclusion 
poin ts  to  new  sources  o f  inequality  as peop le  get denied 
opportunities .
W ithin  formal organ iza tions  leadership positions are presumably 
reached  th rough  recru itm ent,  selection, m eri to r ious  service and 
p rom otions  based  on ob jective  criteria. Thus, it is a ssum ed  that 
o rgan iza tions  are neutral and ob jec tive  yet w ork  i tse lf  has a 
m ascu line  b lueprin t  (M ullin , 1999:334). T he  reality  o f  the situation 
on  the  g round  is that, w ith in  formal o rgan iza tions  cross-culturally 
m ale  d o m ina tion  o f  priv ilege and pow er is a c learly  identifiable 
feature. T h e  often  ta lked  about “glass ce i l ing” concep t  w h ich  refers 
to w o rk ing  s truc tures  and practices w hich  preven t  w o m en  from 
rising to  the top  and assum ing  leadership positions  is very  prevalent 
in these  social settings. So, it could  be argued that, it is not by 
acc iden t  that w o m e n  have occupied  d ifferent pos i t ions  from men, 
not on ly  in con ten t  (horizonta l segregation) but a lso  in pow er and 
responsib il i ty  (vertical segregation).
G iddens  (2001 :3 5 9 -3 6 0 )  has cited an old but s ign if ican t 1977 
study  by R o sabe th  M oss  K anter “ M en  and W o m en  o f  the 
C o rp o ra t io n ” in w hich  she exam ined  w o m en  in bureaucratic 
settings. She investiga ted  the position  o f  w o m en  in corporations 
and ana lysed  the w ays  in which  they  w ere  exc luded  from gaining 
pow er. She  es tab lished  that w om en  got shut out o f  the social 
n e tw orks  and personal re la tionships  that w ere  crucial for 
p rom otions .  T h is  cam e  out after she had exam ined  w h a t  she called 
“ m ale  h o m o so c iab i l i ty ” . T h is  is the w ay  in w hich  m en  successfully 
kep t  p o w er  w ith in  a c losed circle and a l low ed access  o n ly  to those 
w h o  w ere  part  o f  the  sam e in-group. She argued  that, perhaps, the 
p rob lem  w as one  o f  p o w er  and not g e n d e r ’ and w en t  on to expound 
on this so m e w h a t  liberal fem inist perspective  tha t  peop le  w ere in a 
d isadvan taged  position  not because  they  w ere  w o m e n  per se, but
because they  did not wield sufficient p ow er  w ith in  organizations. 
In such s ituations, gender  inequality  is created by a system  that 
restricts w o m e n ’s access  to the public sphere  by bu rden ing  and 
isolating them  w ith  private  sphere  responsibilities  -  such as hom e 
responsibilities and child care (H iggs, H iggs and W olhuter  
2004:276). For them , the priority is to ensure  greater  access, 
equality o f  opportun ity  and affirm ative  action for w om en  in the 
public sphere  inc luding  higher education. She thus conc luded  that 
as greater num bers  o f  w o m en  cam e to assum e pow erfu l roles, the 
imbalances w ou ld  ju s t  go. This  has a lw ays  been countered  by m ore  
radical fem inis t  a rgum ents  from writers  such as Ferguson  (1984) in 
The Fem inis t  C ase  A gainst B ureaucracy. He argued that hav ing  
more num bers  o f  w om en  get pow erful roles will not necessarily  
change the situation because  m odern  organ iza tions  are 
fundamentally ta in ted  by m ale  values and patterns o f  dom ination . 
Similarly, M a n n a th o k o  (1999:453) posits that radical fem inists  
perceive socie ty  as oppressive  to w om en , w hile  at the sam e time 
regarding every  institution in society  as a vehicle  by w hich  men 
dominate w o m en  resulting in gender  oppression . C onsequently ,  
women w ou ld  a lw ays  be relegated  to subord inate  roles w ith in  such 
structures. O zg a  (ed) (1993:4), in a way, tends to subscribe  to the 
above position  as she argues that the perspectives  on the issue o f  
women’s absence  from m anagem en t range from deficit  theories  that 
stress w o m e n ’s inadequacy  or incapacity  to m ore  structural 
explanations w hich  stress issues o f  pow er and control and the 
patriarchal construction  o f  society w hich also perm eates  formal 
organizations.
4.0 The Nature o f Educational Institutions as Organizations
Educational institu tions have very  specific  settings. T he ir  m ajor 
objective is to educate . T hey  are social institutions o f  particular 
subtlety and sensitivity . T he  question  o f  the s ignificance o f  the 
organization’s cu lture  arises here because  it describes  the 
environment o f  the organiza tion . T he  env ironm ent,  in turn, gets 
shaped by the  o rg an iza t io n ’s history, experiences,  traditions and 
language w hich  are all shared by its m em bers  and bind them 
together. T h is  cu lture  also expla ins  h ow  the o rgan ization  functions. 
Its activities inc lud ing  recruitm ent, orientation, tra in ing  and the 
rewards sys tem s are all very strongly  influenced by the culture. In
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educa tiona l  institutions, how ever,  there often exist large distances 
(o rganiza tional and psychological)  be tw een  the teacher/ lec tu re r  and 
o thers  w ho  m ake  up the larger educational system . So, with 
teachers / lec tu rers  pre-occupation  with sub jec t  curr icu la  and 
ex am in a t io n s  often  takes priority  over  issues such as po licy  and 
o rgan iza t ion  and  even  resources  as long as they  do  not have  a direct 
nega tive  im pact on w hat they  do. This  situation  notwithstanding, 
the  need for effec tive  and efficient m an ag em en t  o f  educational 
institu tions canno t be overem phasized . Institutions, therefore , have 
to exp lo it  the  m an ag em en t  potential and expertise  o f  both their male 
and fem ale  em p lo y ees  to ensure  quality  m an ag em en t  o f  both 
academ ic  and adm in is tra t ive  p rog ram m es  and processes .
5.0 The Gender Participation in the M anagement of Higher 
Education Institutions in Lesotho
A casual su rvey  o f  the  current gender  rep resen ta tion  in the 
m an ag em en t  o f  institu tions o f  h igher educa tion  in Leso tho  shows 
that w ith  the excep tion  o f  the N ational Health  T ra in ing  Centre 
(N H T C )  and the C en tre  for A ccoun ting  S tudies  (C A S ),  the top 
m a n a g e m e n t  is p red o m in an t ly  male. T he  L eso tho  C ollege  of 
E ducation  (L C E ) features m ale  officials in the  th ree  topmost 
pos i t ions  o f  D irec to r  and the tw o depu ty  d irec torsh ips .  W hat is 
w o rry in g  is that these  m ale  officers w ere  handpicked/nom inated . 
T h ey  did not have  to com p e te  for these positions. For a good three 
year  period, prior  to  their  com ing  into the picture, an A ct in g  female 
D irec to r  had successfu lly  led the institution on, but she has had to 
revert to  her  lecturing position to m ake  w ay  for her  male 
counterparts .  A cco rd in g  to the M O E T  G ender  A ud it  R eport (2003), 
the  situa tion  w ith in  the  M O E T  itse lf  is not very  encourag ing . The 
report con firm s  m ale  dom ina tion  o f  a m ajo r i ty  o f  critical senior 
m a n a g e m e n t  pos i t ions  w ith  the exception  o f  that o f  the Principal 
Secre ta ry  and  a fem ale  A ssis tan t M inister. A s  po in ted  out earlier, 
w o m e n  constitu te  the m ajority  o f  the w ork fo rce  in education  yet 
they  con tinue  to be underrepresen ted  in its m an ag em en t .  This 
s itua tion  ob ta ins  across  countries, institutions and sub-sectors. 
A lm o s t  invariably , w o m en  are m ore  v isib le  in the  m anagem en t of 
educa tion  o ffered  to y o u n g e r  pupils  in the p re -schoo ls  and junior 
g rades  o f  p r im ary  schools. In h igher  educa tion , espec ia l ly  in the 
universit ies , w o m e n  m anagers  are such a sm all proportion  of
m anagem ent that they are a lm ost invisible. T he  sam e  is the case at 
policy-making levels.
The curren t  gender  landscape in the top  m an ag em en t  o f  N U L  is 
very telling. A s is the case with institutions o f  h igher education  
elsewhere in the world, gender partic ipation in the m an ag em en t  o f  
NUL has a lw ays  favoured m ale  m anagers . Several studies cited in 
the background  section to this paper corrobora ted  this situation. 
The 1993 U N E S C O /C o m m o n w e a l th  Secretariat s tudy  on “ W om en  
in H igher Educa tion  M a n ag em en t” identified quite  a nu m b er  o f  
obstacles or hurd les  that militated against w om en  atta in ing  senior  
managem ent positions w ith in  universities. T hey  include 
discriminatory appo in tm en t and prom otion  practices, fam ily  
attitudes, ca reer  interruptions, cultural s tereotyping, a lienation  from 
the m ale  cu ltu re  and con tinued  resistance to w om en  in m an ag em en t  
positions, p ropagation  o f  glass ceiling  syn d ro m e w hich  priv ileges 
covert c r iteria  for advancem en t and absence  o f  adequa te  policies 
and legislation to ensure  the partic ipation o f  w om en . T hese  
continue to  be the m ajor barriers p reven ting  m eaningfu l 
participation o f  w o m en  in the dec is ion-m aking  arena.
The s ituation  at N U L  is no different from the one presented 
above. In its 60 year history, the university  has never  had a female 
Vice-Chancellor. N U L  w as once  led by a w om an  w hen  it had an 
acting fem ale  V ice -C hance llo r  for the w hole  o f  1996. A top m ost 
woman w h o  served about four 2 year te rm s as P ro -V ice -C hance llo r  
could not be appo in ted  V ice-C hancello r  w hen she applied  for the 
job w hen  it fell vacant. G iven  the exposure  and experience  she had 
gained (often  acting  as V ice-C hancello r  in the absence  o f  the 
substantive) w e  felt she deserved  to be given a chance  ju s t  like the 
powers that be w ere  prepared  to take a gam ble  with one  o f  the 
inexperienced m ale  co lleagues she w as co m p e tin g  with for the job .
N U L  has a lso  boasted  a  fem ale  Regis trar  w ho  unfor tuna te ly  got 
sidelined w hen  she proved too efficient and k n o w ledgeab le  for the 
liking o f  her bosses. She has since been re-engaged  to serve as an 
acting Registrar.
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Examples o f Critical Management Hiccups that NUL Recently 
Experienced
E x am p les  c ited  below  represent the first hand exper iences  that the 
w rite r  o f  this artic le  had to live through  as an active  partic ipant in 
the several “ consu lta t ive  m ee tings” attended  in o n e ’s capac ity  as the 
D ean  o f  the Facu lty  o f  Education . D uring the period 200 0  -  2004 
the top m an ag em en t  at N U L  w as 100% male. It consis ted  o f  the 
inner c ircle  o f  the o ld -boy  ne tw ork  that d isp layed  overall worrying 
def ic ienc ies  in the very  basic m an ag em en t  skills so critical to keep 
the  institution go ing  in the face o f  the hurried ly  in troduced  ill-fated 
t ransfo rm ation  p rog ram m e. A lthough  a good idea in itself, the 
t ransfo rm ation  process  had not been properly  ra tionalized  and was 
c o n seq u en t ly  very  unp rofess iona lly  m anaged . A few examples 
w ou ld  help indicate  the  flawed m anageria l  vision o f  the institutional 
leadersh ip  o f  the time.
>  T he  qua li ty  and gen d er  unrepresen ta t iveness  o f  the very 
m e m b ersh ip  o f  the N U L  Strategic P lann ing  T e a m  left a lot 
to be desired . For instance, the  Public  Eye (M ay  3rd: 
2002 :13 )  stated “ som e observers  c la im  the  team  was 
appo in ted  haphazard ly  with a very feeble  attention to 
co m p eten c ies  w hile  the process w ould  have  benefited  from 
som e  form  o f  consu lta t ion .”
(a) T he  process  i tse lf  w as  tainted by unilateral and autocratic 
dec is ions  and ac tions taken  w ithou t p rior consu lta tion  with 
and partic ipa tion  o f  o ther  s takeholders.
For instance, the  so-ca lled  consulta tive  m eetings  w ere  convened 
on ly  for partic ipan ts  to be in form ed o f  sen io r  managem ent's  
dec is ions  w h ich  w ere  said to  be “N o n -N e g o t ia b le ” . M y  faculty 
s ta f f  and I often  got to ld  that by our  then A c t in g -E x ecu t iv e  Dean." 
A lso  re levant w ere  a litany o f  com pla in ts  cited in N U L  Information 
F lash  V o l .9 #2 9  o f  O ctober,  10th 2003.
(b) T h ere  w as  a total d isregard  o f  es tab lished  University 
statutes, regu la tions  and p rocedures .  For instance, as 
a rgued  in the N U L  G aze tte  vo l .8, N o . l  1 o f  N ovem ber,  1l ‘ 
2003  the  c rea tion  o f  positions  and appo in tm ent of
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E xecu tive  Deans in the faculties as well as Institutes and 
the L ibrary  and the C hairs  o f  p ro g ram m es  w ere  
unstatu tory .
(c) T here  w as  persistent overrid ing  o f  d em ocra tica l ly  reached 
dec is ions  by academ ic  departm ents ,  faculties and 
in s t i tu tes1. For exam ple , m an ag em en t  caused  the 
U nivers i ty  to operate  w ithou t  a R egis trar  w hile  a legally 
pow erless  corpora te  secretary w as put in place. This 
terrib ly  com prom ised  the capacity  o f  the  institution.
•  S ta f f  recru itm ent and p rom otion  procedures  followed 
w ere  equally  flawed. For instance, in terview ing 
panels  for appo in tm ents  into sen ior  positions such as 
Execu tive  D eanships w ere  de libera te ly  com posed  o f  
very  ju n io r  inexperienced s ta f f  as in the case o f  
considera tions  for the then “ Faculty  o f  H um anities  
and E duca tion” .
•  T h e  selection processes w ere  genera lly  m anipu la ted  
and som etim es  tainted with e lem en ts  o f  nepotism  in 
o rder to ensure that targeted  p referred  m ale  and 
fem ale  candidates  w ho  tow ed  the line got appointed . 
It is im portant to rem em ber that o rgan iza t ions  will 
often  guard  against d raw ing  in potential dev ian ts  for 
m an ag em en t  positions.
•  V ery  unscrupu lous  tactics w ere  em ployed  to ensure  
tha t very  strong potential m ale  and fem ale  candidates  
got their  en thusiasm  d am pened  to the ex ten t o f  them  
losing interest to run for sen ior m an ag em en t  
positions.
•  W hile  top  m an ag em en t  w en t out o f  its w ay  to 
offic ia lly  solicit advice from som e co lleagues,  o ther
1 Note that the above a, b and c have also been cited directly from page 1 of the 
July 1997 PRESS R ELEA SE BY THE LESOTHO U N IV E R SIT Y  TEAC H ER S  
AND R ESEA R C H E R S UN IO N (L U T A R U ) EX E C U T IV E  entitled 
“M ANAGEM ENT CRISIS AT THE N A T IO N A L  U N IV E R SIT Y  OF 
LESOTHO”. It was pointing an accusing finger at the top N U L  M anagem ent 
Team that had preceded them 1997-1999 -  (just before their tenure o f  o ffice  
started in 2000 . A s fate w ould have it the very strategic E xecutive M em bers of 
LUTARU w ho had released the statem ent were the key top M anagers o f  N U L  
during 2000  — 2004; sim ilarly guilty o f  the sam e m istakes/m anagem ent errors as 
their predecessors).
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s ta f f  w ould  instead be preached  to abou t having to 
dem ons tra te  good  will by vo lun teer ing  professional 
adv ice  because  m anagem en t c la im ed  it held an open 
door  policy. So everyone  had to feel free to come 
forw ard  with advice. W hat w as surp r is ing  was that 
even  such vo lunteered  good adv ice  w ould  ju s t  be 
ignored for the w orst m an ag em en t  options 
particu larly  affecting  academ ic  structures, 
p ro g ram m es  and procedures. T hose  s ta f f  w ho  raised 
concern  w ere  dubbed  “a ne tw ork  o f  cowards” 
opposed  to the university  transfo rm ation  process 
(Pub lic  Eye vol6 # 12, M arch  22-28, 2002).
This  w h o le  con fused  s ituation p rovoked  a s trong reaction and 
in tervention by the  M in is te r  o f  Education and T ra in ing . He directed 
the  V ice-C hancello r ,  th rough  the C ha irm an  o f  C ouncil  as per the 
Principal S ecre ta ry  o f  E ducation  letter o f  19th M arch , 2003  to stop 
w ith  im m ed ia te  effect all expend itu re  on structures  w h ich  did not 
co m p ly  w ith  the  N U L  A ct 2002  as am ended  and its statutes. On 
M ay  3 1 st, 2004  the N U L  Council  du ly  dec ided  to reverse the 
res tructuring  process  sparked o f f  by transfo rm ation  (N U L  Circular 
N o tice  o f  June, 2 2 nd 2004  by the A cting  Registrar) .
It is s ign if ican t to m en tion  that during  the period  referred to 
above, a  few  w o m en  featured as co-opted  m e m b e rs  o f  the top 
m a n a g e m e n t  team . It cou ld  be argued that, in social groupings 
inc lud ing  the o rgan iza tional env ironm en ts  it is no t uncom m on to 
find skew ed  g roups  in w hich  there is a large p rep o n d eran ce  o f  one 
type  over  another. F o r  instance, in a g roup  o f  15 Principal 
Secre taries  there  could  be one or tw o fem ales. It has been argued 
that the  num er ica l ly  do m in an t  type also con tro ls  the  g roup  and its 
culture . T h is  p roportional scarcity  is not un ique  to w om en . Men 
can also find them se lv es  a lone  a m o n g  w om en . W o m en  often face 
th is  situa tion  w ith  respect to le adersh ip /m anagem en t positions in 
organ iza t ions  or  in the  public  life in general.  H ence, the concept 
T o k en ism  w hich  is de f ined  as the ap p o in tm en t o f  single, individual 
or  a very  sm all n u m b er  o f  w o m en  or m en by  an organization to 
deflec t c r it ic ism  o f  its insensitiv ity  to gender,  e thnic ity  and 
disab ili ty  (G O L , 2003 :IV ). T h u s  token ism  and tokens  do  not often 
co n v ey  positive  signals . Indiv iduals  w ho  find th em se lv es  in a token 
sta tus often  find tha t they are under  pressure  to accep t  stereotyped
roles than fight them . By falling victim  to th is  trap, the to k e n ’s 
range o f  exp ress ion  or dem onstra tion  o f  task  com petence  get 
limited. T he  accep tance  by the group offers  tokens  com fortab le  and 
certain pos i t ions  since they  do not rock the boat as it were. T okens  
are very  visible. C o m m en tin g  on the ques t ion  o f  tokenism , 
especially as it relates to w om en , M ullins (1999 :35)  notes that token 
women have  par ticu lar  difficulties in that they are  forced to  play a 
role w hich  is constra ined  by m ale  rules and strategies. T hey  are 
often exc luded  from informal re lations and thus from im portant 
formal n e tw orks  and com m unica tion . This im pacts  negatively  on 
the quality  o f  influence they w ould  o therw ise  have.
So, such has been the situation at N U L  during  the above  cited 
period. T h is  took  the  toll on the credibility  o f  the cu ltu re  that this 
University had had for years not w iths tand ing  the  prob lem s it had to 
contend with.
Could Positive Quality Involvement of Women in the Top 
Management o f NUL have made any difference?
Yes it cou ld  have. Som e o f  the female N U L  s ta f f  co lleagues  used 
to rem ark that “top  N U L  m anagem en t w as at risk because  it lacked 
a female to u c h ” . It is a fact that invo lvem ent o f  skilled fem ale  
managers does bring  a positive impact on the overall m an ag em en t  
of an institution. M anagem en t literature m akes  reference  to a 
variety o f  leadersh ip  styles. M anag em en t  and organizational 
theorists (S toner, 1989; V an der W esthuizen , (ed), 1991; W ood 
1997; Kreitner, 1998; Mullin , 1999 and G iddens,  2001) do argue 
that leadership  styles are gendered. Thus, there are styles that are 
preferred by  m ale  and fem ale  m anagers  respectively . H ence  O z g a ’s 
(ed) (1993 :34)  c la im  that gender  is im m ense ly  im portan t in the 
selection o f  the style o f  m an ag em en t  and in shap ing  relations. She 
posits that the  d ifferen t m anagem en t styles are p red ica ted  on 
different values. U nlike  m ale  m anagers  w ho  seem  to settle for 
hardcore m anageria l  and leadership criteria  o f  conducting  
everything s tr ic tly  by  the bureaucratic  rules and aggress iveness  
heavily punc tua ted  by authoritarian  tactics and inflexible 
procedures, fem ale  m anagers  tend to favour m ore  facilitative and 
participatory approaches.  T hey  prefer m ore  social and consulta tive  
interpersonal less h ierarchical m odes  o f  m anagem en t.  So, for them , 
transformational leadership  style, which  a llow s for inform ation
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sharing  th ro u g h  consu lta t ions  and is m ore  inclusive, is much 
preferred . It should , how ever,  not be ca tegorized  as necessarily 
“ w e a k ” , but ra ther as b ring ing  in the desired  critical stabilizing 
e lem en t into the w ho le  m an ag em en t  equation.
M a m a  (2 0 03 :101)  a rgues  that there is suffic ient evidence to 
suggest that, desp ite  institutional and m anageria l  c la im s of 
adm in is tra t ive  neutrality , the institutional and intellectual cultures 
o f  A frican  insti tu tions are, infact, perm eated  w ith  sexual and gender 
d ynam ics  that often  d isadvan tage  w om en . T h ese  dynamics 
reproduce  g en d e r  inequality  through the process  o f  exclusion .
G iddens  (2001 :3 6 0 -3 6 1 )  observes that o rgan iza t ions  now  want 
to in troduce  fem ale  style m an ag em en t  into con tex ts  w hich  have 
long been do m in a ted  by m ale  culture, values and behaviour. They 
w an t to be m ore  flexible, efficient and still co m pe ti t ive  in today’s 
global eco n o m y . T o  ach ieve  this, they have relied less and less on 
m ale  to p -d o w n  rigid m anagem en t.  T hey  have gone  m ore  for the so 
called “ so f t -m a n a g e m e n t” and leadership  sty les associa ted  with 
w o m en  as they  are m ore  flexible in their opera tions,  delegate 
responsibili ty , com m u n ica te  , share  in form ation  and resources, 
consu lt  and spent t im e  on fostering cohes iveness  and integrative 
cu lture  and c lim ate  to get consensus. It is hoped  that th is  approach 
p rom otes  team  w ork  w h ich  guaran tees  co llec tive  goal setting and 
pooling  o f  energ ies  to  achieve. T he m ale  and fem ale  management 
styles are essen tia l ly  com p lem en ta ry  and are both  critical for the 
survival o f  educa tiona l  institutions.
Conclusion
A s earlier  indicated , this is a  concep t  paper w h ich  has attempted to 
h igh ligh t the  need  for gender  ba lanced  partic ipation  and adoption of 
g ender  sensit ive  ap p roaches  in the m an ag em en t  o f  h igher  education 
institutions. T he  paper  has focused on N U L ’s experiences .
E duca tion  is one  o f  the  m ajor  e m p o w erin g  ins trum ents  for all 
peop le  (m a le  and fem ale) -  because  “ K n o w led g e  is P ow er” . It 
o p en s  up o pportun it ie s  and enhances  the  ch an ces  o f  individuals' 
a s sum ption  o f  m anageria l / leadersh ip  positions w ith in  organizations.
H ow ever ,  educa tiona l qualif ica tions by them se lv es  are not 
enough . T h ey  are m ere  tools. W o m en  and m en  alike need a 
d ifferen t form o f  education . This  is “an tic ipa to ry  ed u ca t io n ”, which 
does  not on ly  help  peop le  prepare  to take  up jo b s  but most
importantly to be able  to th ink about m anag ing  and antic ipating  
operating beyond  the level o f  ju s t  “ technically” ge tting  the jo b  done.
This p rocess  has to start very  early  even as ind iv iduals  get 
socialized w ith in  fam ilies and com m unitie s  well into the start and 
duration o f  the schoo ling  career. G en d e r-m a in s tream in g  in 
education is equally  significant so is the deve lo p m en t  and 
operationalisation o f  m en to r ing  m echan ism s with in  the institutions.
G ender  m a ins tream ing  entails the interaction o f  gender  equality  
in analysis, p lanning, perform ance, personnel policy, m onito r ing  
and assessm en t thereby  chang ing  the content and d irection  o f  
prevailing gender  insensitive practices at o rganizational (p roject and 
programme) and institutional levels (L eso tho  G en d e r  and 
Development Policy  2003: v). Institutions should  dem onstra te  
restored con fidence  in the m anageria l  capabilities  o f  both m en and 
women to a ssu m e  leadership  positions. There  is dire need for actual 
role-models w ho  can have  an impact and influence, hence  true that 
appointment o f  w o m en  to senior m anagem en t posts  acts as a 
powerful s t im ulus  for m ore  w o m en  to aspire and apply. So, gender 
planning rem ains  a s tra tegy for reform  within academ ic  institutions.
It is im portan t that institutions o f  higher educa tion  p rom ote  the 
enabling factors that w ould  help increase partic ipation o f  w o m en  in 
higher educa tion  m anagem ent.  T hese  w ould  include:
1. G en d e r  sensitive strategic planning. T h is  requires  the 
institution to develop  its policies w ith in  the legislative 
fram ew o rk  o f  international conven tions  and g overnm en t 
legislation. T he L eso tho  gender and deve lo p m en t  policy  is a 
good start to gu ide  N U L . Integrated and holistic  approach  to 
p lann ing  has to be adopted.
2. T he  institu tions should  establish and sustain  institutional 
support structures to facilitate m en to r ing  and m an ag em en t  
skills tra in ing  for the m em bers .
3. M ain ta in ing  transparency  in the recru itm en t and p rom otion  
procedures .  Strategies should  be devised  and put in place to 
enable  both m en  and w o m en  to m eet e m p lo y m en t  and 
p rom otions  criteria. C onsidera t ion  has to  be g iven for 
“ ind igen iza t ion” o f  som e o f  these  processes/p rocedures .
4. B u ild ing  an up-to-date  gender d isaggrega ted  data  base 
w hich  is com piled  consis ten tly  to d e te rm ine  trends  and 
inform planning. To  add to this, M a m a ’s (2003 :120)  
subm iss ion  that at the academ ic  level there  is need to design
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r igorous  and gen d er  com pe ten t  qualita tive  analytical and 
b iograph ica l m ethods  becom es  very  critical. She contends 
that it is th is  kind o f  research that w ou ld  unearth  and map 
the institutional d ynam ics  o f  inequality  and the complicated 
m an n e r  in w hich  these  inequalities  in te rconnec t with other 
m a jo r  social d iv is ions to augm en t and m itiga te  the dynamics 
o f  gen d er  inequality .
H igher  educa tion  institu tions are despera te  for qua li ty  management 
skills  and capab il i t ies  o f  both their  m ale  and fem ale  employees. 
Indeed, th is  paper  is not suggesting  that w o m e n  have a natural 
capac ity  to  m an ag e  better; but it a rgues that the styles of 
c o m m u n ica t io n  and o rgan iza tion  with w hich  w o m en  are familiar 
are effec tive  m a n a g e m e n t  styles with re levant applica tion  to 
educa tiona l  institu tions and the education  en v iro n m en t  in general. 
N t im o -M a k a ra  (1985 :205-207)  cites B aso tho  fem ale  respondents’ 
apprec ia t ion  o f  w hat they felt w ere  e m p o w erin g  rearing  practices 
em p lo y ed  by  the  paren ts  w ith in  the B aso tho  socio-cultural 
env ironm en t.  M ore  than  50%  o f  them  had a rgued  tha t the rearing 
practices  instilled in them , virtues such as patience , honesty, 
hum ility , ge tting  a long  with people, hardw ork , diligence, 
punctuality , de fe rence  and respect for authority . T h ey  felt they 
w ere  reared to b eco m e independent and able  to stand on their  own 
and gett ing  th ings  done  th rough  hard de te rm ined  effort.
B arnes (1993 :5 -6 )  reporting  to the A C U  abou t “ Strategic 
D ev e lo p m en t  P lans  to enhance  the contr ibu tion  o f  W om en  to 
un iversit ies  in Southern  A fr ica” argued  that as organizations, 
un iversity  s tructures  are so com plex  that “ the sam e individual can 
p lay  d iffe ren t ro les in various structural a r ran g em en ts  w ith in  the 
sam e  un ivers i ty  and appear  at d ifferen t po in ts  in different 
h ie ra rch ies” . She further points  out to tens ions  that are  “ likely to 
d ev e lo p  as peop le  cross  boundaries  be tw een  d ep ar tm en ts  and 
hiera rch ies  in the cou rse  o f  fulfilling their roles. T h is  is the very 
experience  tha t enh an ces  o n e ’s grow th  as a  tutor, head of 
departm en t,  dep u ty  dean, dean and a m e m b e r  o f  such and such 
com m it tee s  tha t run the  ins t i tu t ion’s business.
It is im portan t  that N U L  em barks  on de libera te  gen d er  sensitive 
capac ity  b u ild ing  o f  m ale  and fem ale  m an ag ers  in h igher  education. 
T h e  em p o w e r in g  role o f  educa tion  has to  be fully  exp lo ited .
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